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CrviL SERVICE COMMISSION
C1TtY AND COUNTY OF SAN FRANCISCO

CIVIL SERVICE COMMISSION’S DRAFT STRATEGIC PLAN OUTLINE
FOR FISCAL YEAR 2014-2015

GENERAL GOALS AND OBJECTIVES FOR FISCAL YEAR 2014 - 2015

>

Establish specific and relevant Goals and Objectives for the Civil Service Commission
and its Department for Fiscal Year 2014-2015; continuously review their status
throughout the fiscal year to ensure that measurables are achieved and targets are met.

Expand efforts to increase access to, and the utilization of the Civil Service
Commission’s information and resources.

Continue to find ways to create greater transparency and efficiencies in the Civil Service
Commission’s procedures and communications.

Ensure the timely resolution of appeals so that merit system issues are addressed
efficiently, effectively and fairly.

Continue to seek ways to address City departments’ need for flexibility in personnel
management issues while at the same time maintaining the integrity of the City’s merit
system.

Expand efforts to ensure that the Civil Service Commission’s Rules, policies and
procedures are easily understood and known by all stakeholders, consistent, compliant
with the law, and reflective of current and best practices.

Continue to seek ways to strengthen the Civil Service Commission’s ability to meet its
Charter mandates and oversee the operation of the merit system.

SPECIFIC MERIT SYSTEM GOALS

>

Civil Service Rules

e Review the Civil Service Rules for revisions as appropriate, in the following order of
priority:
1. Rule provisions that conflict with, or that are otherwise inconsistent with the law.

2. Rules that are confusing, inconsistent with other Rules or policies, or
inconsistently applied by departments.

3. Rule provisions that would support operational needs.
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4. Rules needed to address merit system issues discovered during the course of
Inspection Service reviews or the Audit Program.

5. Rule provisions that are no longer applicable.
6. Revisions that would consolidate or streamline the Rules.
7. Clean-up (e.g., remove Rules that have expired, etc.).

e See the attached chart for examples of specific proposed Civil Service Rules to be
reviewed.

> Civil Service Commission Policies

¢ Review existing Civil Service Commission policies for needed revisions as
appropriate, and consider the creation of policies as needed and appropriate on
merit system issues for which Civil Service Commission stakeholders require more
guidance.

o Policy reviews will be prioritized based on directives from the Civil Service
Commission, requests from Commission stakeholders, and the frequency of
Inspection Service complaints received on a particular issue.

o Tentatively scheduled for review in Fiscal Year 2014-2015 are the Commission’s
policies and procedures on the post-referral selection process, personnel files,
meeting procedures and staff reports. ‘

e Review, update and reissue Civil Service Advisers that are no longer reflective of
current practices.

ATTACHMENTS

Attachment A: Relevant San Francisco Charter Sections

Attachment B: Civil Service Commission’s Mission and Vision Statement

Attachment C: Current Calendar of Regular Staff Reports (Calendar Year 2014)

Attachment D: Chart of Examples of Civil Service Rule Revisions for the Civil Service
Commission’s Consideration
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Attachment A: Relevant Charter Provisions

ARTICLE X: PERSONNEL ADMINISTRATION

SEC. 10.100. CIVIL SERVICE COMMISSION.

There 1s hereby established a Civil Service Commission which is charged with the duty of providing qualified
persons for appointment to the service of the City and County.

The Commission shall consist of five members appointed by the Mayor, pursuant to Section 3.100, for six-year
terms. Not less than two members of the Commission shall be women.

The persons so appointed shall, before taking office, make under oath and file in the office of the County Clerk the
following declaration: "I am opposed to appointments to the public service as a reward for political activity and will
execute the office of Civil Service Commissioner in the spirit of this declaration.”

A commissioner may be removed only upon charges preferred in the same manner as in this Charter provided for
elective officers.

The regular meetings of the Commission shall be open to the public and held at such a time as will give the general

-public and employees of the City and County adequate time within which to appear before the Commission after the

regular daily working hours of 8:00 a.m. to 5:00 p.m. Such person or persons shall be given an opportunity to be
heard by the Commission before final action is taken in any case invelving such person or persons.

SEC. 10.101. GENERAL POWERS AND DUTIES.

The Civil Service Commission shall adopt rules, policies and procedures to carry out the civil service merit system
provisions of this charter and, except as otherwise provided in this Charter, such rules shall govern applications;
examinations; eligibility; duration of eligible lists; certification of eligibles; leaves of absence for employees and
officers; appointments; promotions; transfers; resignations; lay-offs or reduction in force, both permanent and

« temporary, due to lack of work or funds, retrenchment or completion of work; the designation and filling of

positions, as exempt, temporary, provisional, part-time, seasonal or permanent; status and status rights; probationary
status and the administration of probationary periods, except duration; pre-employment and fitness for duty medical
examinations, except for the conditions under which referrals for fitness for duty examinations will be made, and the
imposition of new requirements; classification; conflict of interest; and such other matters as are not in conflict with
this Charter; provided, however, that the minimum rule for the certification of eligibles shall be the Rule of Three
Scores, and provided further that rules for leave due to illness or disability shall be approved by the Board of
Supervisors. Changes to the rules may be proposed by members of the Commission, the Executive Assistant or the
Human Resources Director and approved or rejected by the Commission. The Commission may, upon ten days'
notice, make changes in the rules, which changes shall thereupon be printed and be in force; provided that no such
changes in rules shall affect a case pending before the Commission.

The Commission shall have power to institute and prosecute legal proceedings for violations of any civil service
merit system or Department of Human Resources provisions of this Charter.

The Commission shall establish an inspection service for the purpose of investigating the conduct or an action of
appointees in all positions and of securing records of service for promotion and other purposes. All departments
shall cooperate with the Commission in making its investigations and any person hindering the Commission or its
agents shall be subject to suspension.

The Commission shall by rule establish procedures to review and resolve allegations of discrimination as defined in
Article XVII of this Charter or otherwise prohibited nepotism or favoritism appealed to it pursuant to this section.
The determination reached under Commuission procedures shall be final and shall forthwith be enforced by every
employee and officer.

The Commission shall have the power to inquire into the operation of the civil service merit system to ensure

compliance with merit principles and rules established by the Commission. After such inquiry, the Commission may
direct the Human Resources Director to take such action as the Commission believes necessary to carry out the civil
service provisions of this Charter. In any hearing conducted by the Commission or by any hearing officer it appoints
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pursuant to this section, the Commission or the hearing officer shall have the power to subpoena and require the
attendance of witnesses and the production of records.

The Commission may require periodic reports from the Human Resources Director in a manner and form which it
shall prescribe.

The Commission may hear appeals from an action of the Human Resources Director in accordance with its rules,
including but not limited to:

1. Allegations of discrimination as defined in Article XVII of this Charter. Notwithstanding any other provisions of
this Charter except the fiscal provisions hereof, the decision of the Commission regarding allegations of
discrimination shall forthwith be enforced by every officer and employee;

2. Allegations of fraud; and
3. Allegations of conflict of interest.

No action by the Human Resources Director which is the subject of any appeal shall be stayed during the appeal
process except by a majority vote of the Civil Service Commission.

The Comumission shall have the power and it shall be its duty to appoint an executive assistant to be the
administrative head of the affairs under its control who shall serve at its pleasure; provided, however, that any
person who has Civil Service status in the position of executive assistant to the Commission on the effective date of
this section as amended shall continue to have Civil Service status in the position of executive assistant under the
Civil Service provisions of this Charter. The executive assistant shall periodically report to the Commission on
operation of the civil service merit system and may make recommendations to the Civil Service Comimission
regarding its rules, policies and procedures.

SEC. 10.102. DEPARTMENT OF HUMAN RESOURCES.

The Department of Human Resources shall consist of a Human Resources Director and such employees as may be
necessary to carry out its functions and duties.

Pursuant to and in accordance with policies, rules and procedures of the Civil Services Commission governing the
merit system, the Department of Human Resources shall be the personnel department for the City and County and
shall determine appointments on the basis of merit and fitness as shown by appropriate test and, except as
specifically set forth in this Charter, shall perform all tests, duties and functions previously performed by the Civil
Service Commission, including but not limited to authority to recruit, select, certify, appoint, train, evaluate,
promote career development, classify positions, administer salaries, administer employee discipline, discharge and
other related personnel activities in order to maintain an effective and responsive work force.

The Department of Human Resources shall be responsible for coordination of all state, local and federal health and
safety mandates, programs and requirements relating to employees including but not limited to industrial hygiene
programs, health and safety programs, OSHA compliance and return to work programs. Department heads shall
coordinate such activities of employees under their jurisdiction with the Human Resources Director.

The Department of Human Resources shall be responsible for policy, management and administration of the
worker's compensation program and shall review and determine all applications for disability leave.

Subject to Section 11.100 hereof, the Department of Human Resources shall be responsible for management and
administration of all labor relations of the City and County.

Except for the purpose of inquiry, the Mayor shall deal with the administration of the civil service merit system
solely through the Human Resources Director and the Civil Service Commission or their designees. The Mayor shall
not dictate, suggest or interfere with the merit system activities of the Civil Service Commission or Human
Resources Department. Administrative matters shall be dealt with only in the manner provided by this Charter, and
any dictation, suggestion or interference herein prohibited shall constitute official misconduct; provided that nothing
herein contained shall restrict the power of hearing and inquiry as provided in this Charter.

(Amended November 2004)
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SEC. 10.103. HUMAN RESOURCES DIRECTOR.

A Human Resources Director shall be selected by the Mayor from candidates nominated by the Civil Service
Commission and confirmed by vote of the Board of Supervisors. The Human Resources Director shall possess not
less than ten years professional experience in personnel, human resources management, labor or employee relations
at least five years of which must be in federal, state or local governmental personnel management and such other
qualifications as determined by the Commission. Notwithstanding any other provisions of this Charter, the Human
Resources Director shall be appointed by and serve at the pleasure of the Mayor, provided that the Mayor's removal
of the Human Resources Director may be rejected by a four-fifths vote of the Commission. Failure of the
Commission to act within 30 days shall be deemed approval of the Mayor's action. The nominee of the Mayor may
be appointed acting Human Resources Director pending confirmation. The person so appointed shall, before taking
office, make under oath and file in the Office of the County Clerk the following declaration: "I am opposed to
appointments to the public service as a reward for political activity and will execute the Office of Human Resources
Director in the spirit of this declaration.”

The appointment of the Director of the Human Resources Department as of the effective date of this Charter shall be
effective until July 1, 1996, after which time he may be reappointed to the position in accordance with the
appointment method provided herein.

The Human Resources Director shall have full power to administer the affairs of the Department. He or she shall
have all powers of a department head and may appoint a Director of Employee Relations, an executive assistant and
one confidential secretary, each of whom shall be exempt from the civil service provisions of this Charter, to assist
in the administration and management of the functions of the department.

The Human Resources Director shall review and resolve allegations of discrimination as defined in Article XVII of
this Charter against employees or applicants, or otherwise prohibited nepotism or favoritism. Notwithstanding any
other provisions of this Charter except the fiscal provisions hereof, the decision of the Human Resources Director
shall forthwith be enforced by every employee and officer, unless the decision is appealed to the Commission in
accordance with Section 10.101.

The Human Resources Director shall investigate all employee complaints concerning job-related conduct of City
and County emplovees and shall promptly report to the source of the complaint.

The Human Resources Director shall promote effective and efficient management through personnel programs that
encourage productivity, job satisfaction and exemplary performance.

The Human Resources Director shall provide a procedure for resolution of employee disputes which shall be
comnsistent with other provisions of this Charter and shall be utilized by all department heads and appointing officers
in the absence of an applicable grievance procedure in a binding labor agreement.

The Human Resources Director shall verify that all persons whose names appear on City and County payrolls have
been legally appointed to or employed in positions legally established under this Charter. The Controller shall not
draw his or her warrant for any claim for salary, wages or compensation which has been disapproved by the Human
Resources Director.

Consistent with the foregoing and other applicable provisions of this Charter, the Human Resources Director may
delegate to the various appointing officers appropriate personnel responsibilities, and shall consult with appointing
officers with respect to Civil Service Commission rules affecting their operations.

The Human Resources Director shall establish a system of job classification. The decision of the Human Resources
Director regarding classification matters shall be final unless appealed to the Commission; provided, however, that
nothing herein shall be construed to alter the scope of bargaining set forth in the following sections of the 1932
Charter: 8.400, 8.403, 8.404, 8.405, 8.407-1, 8.409 et seq. and 8.590-1 et seq.

The allocation or reallocation of a position shall not adversely affect the civil service rights of an occupant regularly
holding such position. No person shall hold a position outside of the classification to which the person has been
appointed, provided that every employee of any department or office shall discharge any of the duties pertaining to
such department or office to which the employee's department head may temporarily assign the employee.

(Amended November 2004)
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SEC. 10.104. EXCLUSIONS FROM CIVIL SERVICE APPOINTMENT.

All employees of the City and County shall be appointed through competitive examination unless exempted by this
Charter. The following positions shall be exempt from competitive civil service selection, appointment and removal
procedures, and the person serving in the position shall serve at the pleasure of the appointing authority:

1. All supervisory and policy-level positions within the office of the Mayor and the office of the City Administrator;
2. All elected officers of the City and County and their chief deputies or chief assistants;

3. All members of commissions, boards and advisory committees;

4. Not more than one commission secretary for each commission or board;

5. All heads of agencies and departments, unless otherwise provided for herein;

6. All non-uniformed deputy heads of departments;

7. All uniformed deputy heads of departments, police commanders and Fire Chiefs aides;

8. Not move than one confidential secretary and executive assistant in each department and agency;

9. The Clerk of the Board of Supervisors, legislative analyst and assistants to the members of the Board of
Supervisors.

10. All paraprofessional aides of the Unified School District and teaching instructional aides of the Community
College District;

11. Persons employed in positions outside the City and County upon construction work being performed by the City
and County when such positions are exempted from the classified civil service by an order of the civil service
commission;

12. Persons employed m positions in any department for expert professional temporary services, when such
positions are exempted from said classified civil service for a specified period of said temporary service by order of
the civil service commission.

The proportion of full-time employees in the above exempt categories to the total number of civil service employees
of the City and County shall not be greater than such proportion as existed on July 1, 1994, unless modified by Civil
Service Commission rule, approved by the Board of Supervisors.

13. All attorneys, including an attorney to the Sheriff and an attorney for the Tax Collector, City Attorney's and
District Attorney's investigators, hospital chief administrators, physicians and dentists serving in their professional
capacity (except those physicians and dentists whose duties are significantly administrative or supervisory);

14. The law librarian, assistant law librarians, bookbinder of the Law Library, purchaser, curators, Assistant Sheriff,
Deputy Port Director, Chief of the Bureau of Maritime Affairs, Director of Administration and Finance of the Port,
Port Sales Manager, Port Traffic Manager, Chief Wharfinger, Port Commercial Property Manager, Actuary of the
Employee's Retirement System, Director of the Zoo, Chief Veterinarian of the Zoo, Director of the Arboretum and
Botanical Garden, Director of Employee Relations, Health Service Administrator, Executive Assistant to the Human
Services Director, and any other positions designated as exempt under the 1932 Charter, as amended;

15. Positions determined by the Controller and approved annually by the Board of Supervisors to be positions where
the work or services can be practically performed under private contract at a lesser cost than similar work performed
by employees of the City and County, except where such work or services are required to be performed by officers
or employees of the City and County under the provisions of this Charter or other applicable law.

In addition, with the approval of the Civil Service Commission, exempt employees shall include:

16. Temporary and seasonal appointments not to exceed the equivalent of half-time during any fiscal year, except
that such positions may be filled through regular civil service procedures;

17. Appointments, which shall not exceed two years and shall not be renewable, as substitutes for civil service
employees on leave, except that such positions may be filled through regular Civil Service procedures;
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18. Appointments, which shall not exceed three years and shall not be renewable, for special projects and
professional services with limited term funding, except that such positions may be filled through regular civil service
procedures; and

19. Entry level positions designated by an appointing officer with approval of the Civil Service Commission for
persons who met minimum qualifications and are certified as blind or severely disabled; persons so appointed whose
job performance is rated satisfactory by their appointing officer shall after one vear of continuous service acquire
Civil Service status.

SEC. 10.105. PROVISIONAL APPOINTMENTS.

Provisional appointments for classified positions for which no eligible list exists shall not exceed three years.
Provisional appointments may only be renewed with the approval of the Board of Supervisors and upon certification
by the Human Resources Director that for reasons beyond his or her control the Department has been unable to
conduct examinations for these positions.

ll
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ARTICLE VIITA: THE MUNICIPAL TRANSPORTATION AGENCY

SEC. 8A.100. PREAMBLE.

(e) At the same time, this Article 18 intended to ensure sufficient oversight of the Municipal Transportation Agency
by, among other things, preserving the role of the City's Controller as to financial matters, the City Attomey as to
legal matters, and the Civil Service Commission , as to merit system issues. In addition, this Article requires that
outside audits be performed to ensure that required service levels are obtained with a minimum of waste.

SEC. 8A.104. PERSONNEL AND MERIT SYSTEM.

(a) The Agency shall establish its own personnel/labor relations office. The Director of Transportation shall appoint
a personnel/labor relations manager, who shall serve at the pleasure of the Director of Transportation and shall
establish regular meetings with labor to discuss issues within the scope of representation on terms to be determined
through collective bargaining.

(b) Except as otherwise provided in this Section, the Agency shall be governed by the rules of the civil service
system administered by the City and appeals provided in civil service rules shall be heard by the City's Civil Service
Commission. Unless otherwise agreed by the Agency and affected employee organizations, appeals to the Civil
Service Commission shall include only those matters within the jurisdiction of the Civil Service Commission which
establish, implement, and regulate the civil service merit system as listed in Section A8.409-3.

(¢) Effective July 1, 2000, except for the administration of health services, the Agency shall assume all powers and
duties vested in the Department of Human Resources and the Director of Human Resources under Articles X and XI
of this Charter in connection with job classifications within the Agency performing "service-critical" functions.
Except for the matters set forth in subsection (f), the Department of Human Resources and the Director of Human
Resources shall maintain all powers and duties under Articles X and X1 as to all other Agency employees.

(d) On or before April 15, 2000, the Agency shall designate "service-critical" classifications and functions for all
existing classifications used by the Municipal Railway; provided, however, that employees in classifications
designated as "service-critical" shall continue to be covered by any Citywide collective bargaining agreement
covering their classifications until the expiration of that agreement.

(e) For purposes of this Article, "service-critical" functions are:
1. Operating a transit vehicle, whether or not in revenue service;
2. Controlling dispatch of, or movement of, or access to, a transit vehicle;

3. Maintaining a transit vehicle or equipment used in transit service, including both preventive maintenance and
overhaul of equipment and systems, including system-related infrastructure;

4. Regularly providing information services to the public or handling complaints; and
5. Supervising or managing employees performing functions enumerated above.

The Agency shall consult with affected employee organizations before designating particular job-classifications as
performing "service-critical" functions. If an employee organization disagrees with the Agency's designation of a
particular job classification as "service-critical” pursuant to the above standards, the organization may, within seven
days of the Agency's decision, request immediate arbitration. The arbitrator shall be chosen pursuant to the
procedures for the selection of arbitrators contained in the memorandum of understanding of the affected employee
organization. The arbitrator shall determine only whether the Agency's designation is reasonable based on the above
standards. The arbitrator's decision shall be final and binding.

The Agency may designate functions other than those listed above, and the job classifications performing those
additional functions, as "service-critical," subject to the consultation and arbitration provisions of this Section. In
deciding a dispute over such a designation, the arbitrator shall decide whether the job functions of the designated
classes relate directly to achievement of the goals and milestones adopted pursuant to Section 84A.103 and are
comparable to the above categories in the extent to which they are critical to service,

fa.
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(f) In addition, the Agency shall, with respect to all Agency employees, succeed to the powers and duties of the
Director of Human Resources under Article X to review and resolve allegations of discrimination, as defined in
Article X VII, against employees or job applicants, or allegations of nepotism or other prohibited forms of
favoritism. To the extent resolution of a discrimination complaint or request for accommodation involves matters or
employees beyond the Agency's jurisdiction, the Agency shall coordinate with and be subject to applicable
determinations of the Director of Human Resources.

(g) The Agency shall be responsible for creating and, as appropriate, modifying Agency bargaining units for
classifications designated by the Agency as "service-critical" and shall establish policies and procedures pursuant to
Government Code sections 3507 and 3507.1 for creation and modification of such bargaining units. When the
Agency creates or modifies a bargaining unit, employees in existing classifications placed in such bargaining unit
shall continue to be represented by their current employee organizations.

(h) The Agency may create new classifications of Agency employees. Such classifications shall be subject to the
civil service provisions of the Charter unless exempted pursuant to Section 10.104, or subsection (1).

(1) The Agency may create new classifications and positions in those classifications exempt from the civil service
system for managerial employees in MTA bargaining units M and EM 1n addition to those exempt positions
provided in Section 10.104; provided, however, that the total number of such exempt managerial positions within
the Agency shall not exceed 2.75 percent of the Agency's total workforce, exclusive of the exempt positions
provided in Section 10.104. This provision shall not be utilized to eliminate personnel holding existing permanent
civil service managerial positions on November 2, 1999,

Persons serving in exempt managerial positions shall serve at the pleasure of the Director of Transportation. Such
exempt management employees, to the extent they request placement in a bargaining unit, shall not be placed in the
same bargaining units as non-exempt employees of the Agency.

() The Civil Service Commission shall annually review both exempt and non-exempt classifications of the Agency
to ensure compliance with the provisions of subsections (h) and (i).

(k) Upon the expiration of labor contracts negotiated by the Department of Human Resources and approved by the
Board of Supervisors, and except for retirement benefits, the wages, hours, working conditions, and benefits of the
employees in classifications within the Municipal Railway designated by the Agency as "service-critical" shall be
fixed by the Agency after meeting and conferring as required by the laws of the State of California and this Charter,
including Sections A8.346, A8.404 and A8.409. These agreements shall utilize, and shall not alter or interfere with,
the health plans established by the City's Health Service Board; provided, however, that the Agency may contribute
toward defraying the cost of employees' health premiums. For any job classification that exists both as a "service-
critical" classification in the Agency and elsewhere in City service, the base wage rate negotiated by the Agency for
that classification shall not be less than the wage rate set in the Citywide memorandum of understanding for that
classification.

(1) Notwithstanding subsection (k), the Agency may, in its sole discretion, utilize the City's collective bargaining
agreements with any employee organization representing less than 10 percent of the Agency's workforce.

(m) In addition to the base pay established in collective bargaining agreements, agreements negotiated by the
Agency relating to compensation for Agency managers and employees in classifications designated by the Agency
as "service-critical” may provide incentive bonuses based upon the achievement of the service standards in Section
8A.103(c) and other standards and milestones adopted pursuant to Section 8 A.103. Such agreements may also
provide for additional incentives based on other standards established by the Board of Directors, including
incentives to improve attendance. The Board of Directors may also establish a program under which a component of
the compensation paid to the Director of Transportation and 1 exempt managers is based upon the achievement of
service standards adopted by the Board of Directors. Notwithstanding any other provision of Article 8A, all such
incentive programs shall be at the sole discretion of the Agency Board of Directors, subject to any bargaining
obligation imposed by state law.

(n) For employees whose wages, hours and terms and conditions of employment are set by the Agency, the Agency
shall exercise all powers of the City and County, the Board of Supervisors, the Mayor, and the Director of Human
Resources under Sections A8.404 and A8.409. The mediation/arbitration board set forth in Section A8.409-4 shall
consider the following additional factors when making a determination in any impasse proceeding involving the
Agency: the interests and welfare of transit riders, residents, and other members of the public; the Agency's ability to
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meet the costs of the decision of the arbitration board without materially reducing service or requiring that the

- Agency raise fares in a manner inconsistent with Section 8A.108(b); and the Agency's ability to efficiently and
effectively tailor work hours and schedules for transit system employees to the public demand for transit service.
Notwithstanding the timelines described in Section A8.409-4, to be effective the beginning of the next succeeding
fiscal year, all collective bargaining agreements must be submitted to the Board of Directors no later than June 15
for final adoption on or before June 30.

{0) The voters find that for transit system employees whose wages, hours and terms and conditions of employment
are set by the Agency, the Agency's discretion in establishing and adjusting scheduling, deployment, assignment,
staffing, sign ups, and the use and number of part-time fransit system personnel based upon service needs is essential
to the effective, efficient, and reliable operation of the transit system. In any mediation/arbitration proceeding under
Section 8.409-4 with an employee organization representing transit system employees, the employee organization
shall have the burden of proving that any restrictions proposed on the Agency's ability to exercise broad discretion
with respect to these matters are justified. To meet this burden, the employee organization must prove by clear and
convincing evidence that the justification for such restrictions outweighs the public's interest in effective, efficient,
and reliable transit service and is consistent with best practices. The mediation/arbitration board shall not treat the
provisions of MOUs for transit system employees adopted prior to the effective date of this provision as precedential
in establishing the terms of a successor agreement. The mediation/arbitration board's jurisdiction shall be limited to
matters within the mandatory scope of bargaining under state law.

{p) The voters find that unscheduled employee absences adversely affect customer service. Accordingly, not later
than January 1, 2001, the agency shall create a comprehensive plan for the reduction of unscheduled absences. In
addition, the Agency shall take all legally permitted steps to eliminate unexcused absences. Neither the Agency nor
an arbitrator shall have authority to approve or award any memorandum of understanding or other binding
agreement which restricts the authority of the Agency to administer appropriate discipline for unexcused absences.

(q) In addition, the voters find that Agency service has been impaired by the existence of side-letters and reliance on
"past practices" that have been treated as binding or precedential but have not been expressly authorized by the
Board of Directors or the Director of Transportation, and have not been and are not subject to public scrutiny.
Accordingly, for employees whose wages, hours and terms and conditions of employment are set by the Agency, no
side-letter or practice within the scope of bargaining may be deemed binding or precedential by the Agency or any
arbitrator unless the side-letter or practice has been approved in writing by the Director of Transportation or, where
appropriate, by the Board of Directors upon the recommendation of the Director of Transportation and appended to
the MOU of the affected employee organization or organizations subject to the procedures set out in this charter. No
MOU or arbitration award approved or issued after the November 2010 general election shall provide or require that
work rules or past practices remain unchanged during the life of the MOU, unless the specific work rules or past
practices are explicitly set forth in the MOU. All side-letters shall expire no later than the expiration date of the
MOU.

(r) Before adopting any tentative agreement with an employee organization covering matters within the scope of
representation, the Agency shall, at a duly noticed public meeting, disclose in writing the contents of such tentative
agreement, a detailed analysis of the proposed agreement, a comparison of the differences between the agreement
reached and the prior agreement, an analysis of all costs for each year of the term of such agreement, and whether
funds are available to cover these costs. Such tentative agreement between the Agency and employee organization
shall not be approved by the Agency until 15 calendar days after the above disclosures have been made.

(Added November 1999; Amended by Proposition A, Approved 11/6/2007; Proposition G, Approved 11/2/2010)

LAPPENDIX A: EMPLOYMENT PROVISIONS

A8.409-1 EMPLOYEES COVERED

These Sections A8.409 through A8.409-6, inclusive, shall apply to all miscellaneous officers and employees except
as set forth in Section A8.590-1 et seq. and including employees of San Francisco Unified School District and San
Francisco Community College District to the extent authorized by state law. The provisions of Charter sections
A8.400(h), AB.401-1, and AB.407 are hereby repealed and shall be of no further force and effect. Employee
organizations representing employees in classifications covered by section A8.403 and A8.404 of this Charter may
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elect to include those classifications within the coverage of this part as a separate bargaining unit, provided however,
that the election shall not become effective without the written approval of the Mayor and Board of Supervisors. The

election shall be irrevocable and such employees shall not thereafter be subject to the provisions of section A8.403
and AR.404.

Employees in classifications not represented by a recognized employee organization shall be entitled to represent
themselves with the City and County over wages, hours and other terms and conditions of employment to the extent
required by state law and shall not be subject to the arbitration provisions of Section A8.409-4 of this Charter. The
Mayor annually shall propose all forms of compensation for unrepresented employees including salaries, hours,
benefits, and other terms and conditions of employment subject to approval or disapproval of the Board of
Supervisors. Consistent with other provisions of this Charter, the civil service commission may adopt rules and
procedures relating to said unrepresented employees.

Except as otherwise provided by this Charter the Civil Service Commission shall set the wages and benefits of all
elected officials of the City and County of San Francisco as follows: The Commission shall conduct a salary survey
of the offices of chief executive officer, county counsel, district attorney, public defender, assessor-recorder,
treasurer, and sheniff, in the counties of Alameda, Contra Costa, Marin, San Mateo, and Santa Clara. The
Commission shall then average the salaries for each of those offices to determine respectively the base five-year
salaries for the Mayor, City Attorney, District Attorney, Public Defender, Assessor-Recorder, Treasurer, and Sheriff.

If any of the aforementioned counties do not have an office of public defender, that county shall be omitted from the
salary survey for purposes of determining the base five-year salary of the Public Defender. Among the
aforementioned counties, any freestanding county assessor's office or any county office in which the assessor's
function is combined with other county functions, shall be deemed comparable to the office of Assessor-Recorder
for purposes of determining the base five-year salary of the Assessor-Recorder. If any of the aforementioned
counties do not have a comparable county office of treasurer, the county office whose functions most closely
resemble the Treasurer's functions in San Francisco shall be deemed comparable to the office of Treasurer for
purposes of determining the base five-year salary of the Treasurer.

The initial base five-year salary determination for the respective salaries of the Mayor, City Attorney, District
Attorney, Public Defender, Assessor-Recorder, Treasurer, and Sheriff shall apply to the period from July 1, 2007
through June 30, 2012. Subsequent base five-year salary determinations for those offices shall apply to subsequent
five-year periods, for example, July 1, 2012 through June 30, 2017.

For the second, third, fourth, and fifth years of the period for which any base five-year salary has been set, the
Commission shall annually adjust the respective salaries of the Mayor, City Attorney, District Attorney, Public
Defender, Assessor-Recorder, Treasurer, and Sheriff, to account for upward annual movement in the Consumer
Price Index during the prior calendar year; provided, that whenever the upward movement in the Consumer Price
Index during the prior calendar year exceeds 5%, the cost-of-living adjustment shall not be the actual increase in the
Consumer Price Index for the prior calendar year but instead shall be 5%. The annual cost-of-living adjustment shall
take effect July 1 of the second, third, fourth, and fifth years of the period for which the base five-year salary has
been set.

Except as noted below, in setting the initial and subsequent base five-year salary determinations for the offices of
Mayor, City Attorney, District Attorney, Public Defender, Assessor-Recorder, Treasurer, and Sheriff, the
Commission may not reduce the respective salaries of any of those offices. If implementation of the process for
setting the base five-year salary would otherwise result in a salary reduction for any of those offices, the base five-
year salary for the affected office or offices shall be the existing salary for the office.

1f the City and County of San Francisco and employee organizations agree to amend the compensation provisions of
existing memoranda of understanding to reduce costs, the Commission shall review and amend the respective
salaries of the Mayor, City Attorney, District Attorney, Public Defender, Assessor-Recorder, Treasurer, and Sheriff
as necessary to achieve comparable cost savings in the affected fiscal year or years.

The Commission shall annually set the benefits of elected officials, to take effect July 1 of each year. Benefits of
elected officials may equal but may not exceed those benefits provided to any classification of miscellaneous
officers and employees as of July 1 of each year, except, after January 7, 2012, the City and County shall not pay the
required employee contributions of said officials into the San Francisco Employees' Retirement System trust fund or
into the Retiree Health Care Trust Fund..
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In addition, subject to the approval or disapproval of the Board of Supervisors, the Mayor may create, for employees
designated as management, a management compensation package that recognizes and provides incentives for
outstanding managerial performance contributing to increased productivity and efficiency in the work force. In
formulating such a package, the Mayor shall take into account data developed in conjunction with the civil service
commission regarding the terms of executive compensation in other public and private jurisdictions.

(Amended March 2004; Proposition C, Approved 11/7/2006; Proposition C, Approved 11/8/2011)

r ARTICLE II: LEGISLATIVE BRANCH

SEC. 2.100. COMPOSITION AND SALARY.

The Board of Supervisors shall consist of eleven members elected by district.

The office of Board of Supervisors member is a full time position. The Civil Service Commission shall set the
Supervisors' salary once every five years. Before the Commission determines the Supervisors' salary, it shall
conduct and consider a salary survey of other full time California City Councils and County Boards of Supervisors
and it may consider the Consumer Price Index (CPI).

The Civil Service Commission shall timely transmit its determination of the Supervisors' salary to the Controller, so
that funds can be set aside for that purpose. The Controller shall include the Civil Service Commission's
determination in appropriate budget documents to msure implementation. This determination may not be changed
except by the Civil Service Commission .

The Civil Service Commission shall establish dates for an appropriate five-year cycle for making the determinations
required by this Section, in order to efficiently coordinate with City budget processes and related procedures. In
order to institute this five-year cycle the initial determination may be for less than a five-year period, as determined
by the Civil Service Commission .

If the City and employee organizations agree to amend the compensation provisions of existing memoranda of
understanding to reduce costs, the Civil Service Commission shall review and amend the Supervisors' salary as
necessary to achieve comparable cost savings in the affected fiscal year or years.

The provisions of this Section shall apply, notwithstanding any other provision of this Charter.
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Attachment B: Civil Service Commission’s Mission and Vision Statement

CrviL SERVICE COMMISSION'S MISSION AND VISION STATEMENT

The mission of the Civil Service Commission is to establish, ensure, and maintain an
equitable and credible merit system for public service employment for the citizens of
San Francisco. The Commission's goal is to consistently provide the best-qualified
candidates for public service in a timely and cost-effective manner.
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Annual Planning Calendar of Required Reports

-Calendar Year 2014-
Required Report Reporting | Due Date of the Report
Agency {Reminder: staff reports are due no

later than 1la.m. two Thursdays prior
to each meeting)

Appointments Exempt from Civil Service under the DHR Prior to approval of request and for
1996 Charter Section 10.104 — 1 through 10.104 — 12 appointments over: 2%
Appointments Exempt from Civil Service under the DHR/MTA | Semi-annual:
1996 Charter Section 10.104 — Categories 16 through Second meeting in Febmany and
18 August
Annual Classification Review — both Civil Service and MTA | Annual - Second meeting in
Exempt Under Charter Section 8A.104 hvember
Equa] Employment Opportunity Workforce DHR/MTA | Every Five Years: Second meeting in
Utilization Analysis Report (Civil Service Rules 103.2 g
and 403.2)
Equal Employment Opportunity Workforce DHR/MTA | Each Year Following the Five-Year
Utilization Analysis Follow-Up Report on Classes Equal Employment Opportunity
with Underrepresentation Identified in the Equal yorkfome i

; L eport, Due: Second meeting in
Employment Opportunity Workforce Analysis Report August.
Note: This is a new annual reporting requirement
beginning in calendar year 2013, in lieu of requiring
an Equal Employment Opportunity Workforce
Utilization Analysis Report on an annual basis (as
indicated above, the Equal Employment Opportunity
Workforce Utilization Analysis is now due every five
years instead of annually). The purpose of this new
annual reporting requirement is to track and report on
the City’s/MTA’s efforts and success in increasing
representation in those City classes identified in the
five-year report as having lower percentages of sex,
race or ethnic groups in occupational categories in the
workforce in the relevant job market.
Salary Survey for Registered Nurse Classifications DHR Annual: Second meeting in April
Survey of monthly rates paid to Police Officer & DHR | Annual: First meeting in August

Firefighters in all cities 350,000 or more in the State
of California
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Civil Service Commission Annual Planning Calendar of Required Reports for Calendar Year 2014

Page 2 of 2
Required Report Reporting | Due Date of the Report
Agency | (Reminder: staff reports are due no
later than 11a.m. two Thursdays prior
to each meeting)
Certification of Prevailing Rate of Wages for Workers OLSE | Annual: Second meeting in
Those who are: 1) performing work under City contracts September
for public works and improvement; 2) performing work
under City contracts for janitorial services; 3) performing
work in public off-street parking lots, garages, or storage
facilities for automobiles on property owned or leased by
the City; 4) engaged in theatrical or technical services for
shows on property owned the City; 5) performing moving
services under City contracts at facilities owned or leased
by the City; and 6) engaged in the hauling of solid waste
generated by the City in the course of City operations,
pursuant to a contract with the City.
Provisional Emp]oyee Report DHR/MTA | Semi-annual: Second meetings in
February and August
Annual Report on the Certification of Eligibles— Entry DHR | Annual: Second meeting in August
and Promotion— Uniformed Ranks of Police and Fire
Class Consolidation DHR Annual: Second meeting in August
Position-Based Testing Program DHR Semi-Annual 2nd Meeting in
February and August
MTA (Pilot | Quarterly (until the sunset of pilot
Rule) Rule 411A in April 2014, absent
. further Commission action)
Report on anticipated and actual numbers and DHR/MTA | Annual: First Meeting in December
classifications of “Promotive Only” exams. '
Report on separations and resignations of Permanent DHR/MTA | Semi-Annual: 2nd Meeting in
Civil Service and Exempt employees with future February and August
restrictions that were imposed or appealed; and the
restrictions subsequently reduced, rescinded, and the
appeal withdrawn. :
DHR Annual: Not later than August 1st of

Personal Services Contract (“PSC”) Awards.

Report on all PSCs awarded during the preceding year
(including the names, contract amounts and duration
for all contracts 1ssued under the approved PSC).

cach year.
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Attachment D:  Draft List of Civil Service Rule Revisions for the Civil Service
Commission’s Review during its Strategic Planning Session on June 2, 2014

Rule Series Proposed Revision/Review

Rule 106/406 — Transportation Revise or delete if/when the trust fund and other
Workers Union provisions no longer apply.

Rule Series 10 — Review sections for relevance and consider
Examinations updating/revising to ensure consistency with

current systems and practices; and delete repetitive
or conflicting provisions.

E.g., consider revising the Rules prohibiting
individuals from participating in entry-level
classifications carrying a lower salary schedule
(Rule 110.9/410.9.2).

Rule Series 12 — Eligible Lists Consider revising the Rules on the tenure/duration
of eligible lists and provisions on the automatic
expiration of eligible lists, to achieve internal
consistency within and amongst Volumes I and IV
and conformance with best practices.

Rule Series 13 - Certification of Clarify language on the requirement for a

Eligibles and Rule Series 14 — referral/certification to initiate appointments that
Appointments are not triggered by an eligible list adoption or an
approved requisition under Civil Service Rule
Series 14.3, Method of Appointment (e.g., reversion
by reinstatement, transfer of functions between
departments, status grants, etc.).

Rule Series 16 — Medical Medical Examinations/Fitness for
Examinations and Rule Series 20 | Duty/Compulsory Sick Leave

— Leaves of Absence
Review the provisions on Fitness for Duty/Medical
Examinations to ensure that they are clear, concise,
compliant with applicable laws, and consistently
used and applied. Also, consider establishing an
objective conduct standard for determining whether
the person poses a threat to self or others—either in
a policy or in the Rules.

Rule Series 18 — Conflict of Review the provisions on outside employment to
Interest - | ensure that they are clear and operationally feasible.
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Attachment D: Draft List of Civil Service Rules for the Civil Service Commission’s Review

Page 2 of 2

Rule Series

Proposed Revision/Review

Rule Series 20 — Leaves of
Absence

Review and revise as appropriate or delete
provisions that are no longer applicable; and
update the section on disability leaves.

E.g., Registered Nurse program, vested
accumulated sick leave with pay credits enacted in
1978, harmonize with state/federal/local leave laws
as needed, etc.

Rule Series 21 —Layoffs

Consider updating the Rules to reflect current and
best practices. E.g.,

e Nearlisting: Standards, processes and
procedures for nearlisting should be reviewed,
clarified and documented. '

e Displacements: Provisions on the displacement
of exempt employees, returns to duty, etc.

o Review voluntary leave versus involuntary
leave statuses, seniority, etc.

Consider New Rule
(Blank Rule Series 87)

Consider the possibility and appropriateness of
adopting a new Civil Service Rule Series to
comprehensively state appealable matters (remove
appeal language throughout the Rules and place
them into one Rule series) so that employees,
unions and department representatives clearly
understand what is appealable, when and how.

- @NO -

2%




